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Beginning in 1978 with its coining by Clance and Imes, imposter syndrome (IP) has been used to
describe feelings of unfounded fraudulence, low self-esteem, and low self-efficacy in women,
minority groups, and underrepresented populations. The phenomenon of imposterism persists not
only in academic spaces, but in professional, medical, and any other areas where a feeling of
competition can exist. Many empirical studies have observed the factors that contribute to
university students and their development of the physiological effect, but one concentration that
has received little to no application is how it develops within a student government, and methods
in which organizations can decrease it. Elected and appointed student leaders from across the
South have shared their own experiences with imposter syndrome and reflect the capacity SGAs
have in combating its prevalence.
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Background
“Are you ready Josh?”
Mrs. Patterson had just finished her final read-through of my speech. It was Speech Day
at North Jackson Elementary School. Three brave fifth graders, myself included, had willed up
the courage to give a speech in front of the entire cohort, hoping to be awarded the coveted
“President” position. I was in my literature prime, engaging in reading to such a degree that I had
no doubt in my mind that my speech was above and beyond anything and everything the other
two students could produce. With my confidence only affirmed by Mrs. Patterson, my English
teacher of two years, it was time. Even though I had presented last that day, I don’t remember
how the speeches of the other two candidates went; in retrospect, I don’t remember much from
that day at all. It is a day that I have desperately tried to forget, yet that continues to weigh on my
self-image almost unparalleled. That day, standing in front of so many of my schoolmates, I
bombed. Hard. I was attacked by insecurity and flashes of my communication struggles from my
childhood, and even though I didn’t know it at the time, this is where my battle with imposter
syndrome began.
My junior year of college, I had the rare opportunity to help represent the University of
Mississippi and Sally McDonnell Barksdale Honors College at an annual Minorities in Honors
Conference in Los Angeles. Outside of my first opportunity being on the West Coast, what was
relevant was that the conference was themed around collecting credentials in the face of imposter
syndrome. I had by this time learned about the phenomenon more formally, and recognized my
own experiences in some of the characteristics. However, that glimpse at hearing more diverse
and concrete methods for navigating and curbing imposterism broadened everything I had come
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to understand about it, and made me more aware and empowered to overcome my own brand of
it.
I have come to understand imposter syndrome well, and I can see how such a moment as
my speech fail could leave such a scarring effect on my confidence. However, even as I am
blessed to serve as the student body president at the University of Mississippi, I still struggle
heavily with this feeling of fraudulence, constantly questioning my place on this campus and in
this organization. Furthermore, I have observed a noticeable lack of conversation around the
topic throughout the Associated Student Body. For a group whose representation plights are
common knowledge, there has been almost no internal dialogue about how psychological
phenomena like imposterism not only prevents more marginalized students from participating in
student government, but also hinders upward mobility for those inside the organization. If I had
taken nothing else from that Honors conference, it was that the key to combating imposter
syndrome was rooted in the ability to name it. By not having dialogue internally about the
experiences of underrepresented students, ASB was doing a disservice to the role it could
potentially play in creating a more equitable environment for student leaders.
This study then looks to observe the dynamics between student governments,
marginalized groups, and imposter syndrome. I’ve conducted a survey across over seven
universities and 130 students across the South, observing the effects concepts like race, perceived
organizational support, and mentorship have on the development and potency of IP. Through
this, I hope to be able to leave not only the Associated Student Body, but any other SGA in
similar scope and mission with definitive methods to ensure that, at least within their
organization, they are contributing to a campus culture that embraces and supports their students.
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Chapter 1: Thesis Overview
1.1 Introduction
To properly delve into how these various elements interact and influence each other, it
might be necessary to first spend some time introducing them more broadly. This study isn’t
interested in exploring the effects of imposter syndrome (imposterism, IP) on the academic
achievement of university students. Plenty of studies since the 1970s have already made those
contributions (Clance and Imes, 1978; Cope-Watson and Betts, 2010, Cohen and McConnell,
2019). Instead, I seek to analyze how student leaders in SGA interpret their own experiences
with IP, and how that manifests throughout the organization and their ambitions. I intend to use
quantitative methods to look at predictors for a strong inclination towards imposter syndrome,
how those inclinations have impacted the aspirations of SGA leaders, and what organizations can
do to better foster an equitable and fulfilling environment for all of its members. The focus of the
study will be Black SGA members from across Southern universities, but will utilize data




Imposter Syndrome is defined most commonly as an intense psychological feeling of
inadequacy that is tied closely to the achievement and external perception of one’s self (Clance
and Imes, 1978). Highly exemplary of those with impostorism is a fear of being exposed as a
fraud in comparison to those surrounding them. It has been a topic of clinical research for as
early as the 1970’s, where it was first studied to explain why high achieving women felt eclipsed
and less capable at work (Clance and Imes, 1978). Since then, the topic and its subsequent
research has expanded to address imposter syndrome and its applications with race, gender,
mental health, academia, and other facets of “the self.”
Imposter Syndrome has over time become recognized by various characteristics that
impact people to varying degrees: 1) an inability or unwillingness to conceptualize one’s
achievements; 2) a perceived contextual fradulence; 3) a fear of evaluation from others; 4) a
strong habitual association of success with luck and fortune; and 5) the belief that others will
expose one’s incapacity to inhabit the same spaces as the rest of the group (Harvey and Katz,
1981; Sherman 2013; Ross et al., 2001). Regardless of working in conjunction or in isolation,
these five traits are common outlets through which imposter syndrome will manifest. Alongside
these five, there are also common responses those who first begin to develop IP will utilize in
self-defense: the “perfectionist” for example will overcompensate through a strong focus on
academic or work performance to prove their success, while the “Superman/Superwoman'' will
shoulder as much responsibility as possible to eliminate any signs of potential weakness (Young,
2011).
As these coping mechanisms might imply, higher intensities of imposter syndrome have
been empirically correlated with more negative perceptions of mental health and stronger
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self-destructive thoughts (McGregor et al,. 2008; Kananifar et al,. 2015; Bauer-Wolf, 2017). In
their original study, Clance and Imes (1978) linked imposter syndrome with anxiety, depression,
and lower self-actualization in the face of accomplishing unrealistic and burdening expectations.
A study conducted by Iranian researchers in Isfahan corroborated these findings. They found
that, “Persons with high levels of imposter syndrome experience high levels of anxiety, fear,
doubt and psychosomatic symptoms. In addition, they show that these individuals are more
introverted, sensitive of evaluation, and fear of making mistakes” (Kananifar et al,. 2015).
Another study found that Black students in particular with imposter syndrome both at HBCUs
and PWIs share similar expressions of anxiety, depression, suicidal tendencies, and low
self-esteem (Nottingham, 1992). Because of this, strategies offered to combat imposterism will
necessitate at least a partial focus on mental health in order to be fully effective.
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1.3 SGAs Across the South
The benefits of student involvement in general have well been recognized: an upward rise
in a student’s performance in classes, increased networking circles and professional readiness,
and internal sharpening and validation in one’s cognitive abilities, among other things (Helm,
1991; Hass). Studies additionally have looked at how student government (SGA) contributes to
these feelings, and why it is such a popular route of expression across colleges and universities in
the country. Students involved in SGA on average have higher tendencies to reap the benefit of
Alexander Astin’s involvement theory, which is defined as “the greater the student’s involvement
in college, the greater will be the amount of student learning and personal development”
(Bauer-Wolf, 2018; Craft, 2013; Astin, 1984).
What does student government do differently than similar clubs and organizations at a
university? This can be chalked up primarily to purpose and scope. The purpose of any SGA
organization is generally “to work with the administration in all matters affecting the welfare of
the student body” (ASB, 2019; MSUSA; 2020). This mission then builds in the basic tenets of
the involvement theory into the work that student leaders seek to accomplish; there is a required
dialogue between student government and the student body that, if successful, will always
validate an individual leader’s self and external perceptions, and the threshold to be an active
member usually provides all of the necessary encouragement to maintain or even increase results
in the classroom (Bauer-Wolf, 2017; Astin, 1984).
Scope meanwhile speaks to the access of resources and opportunities that SGA members
have in comparison to smaller clubs and organizations. Using the student government of The
University of Mississippi as an example, an SGA can expect to receive a budget larger than what
any other group can expect, receive opportunities to speak directly with local, state, and national
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political representatives, and preside directly over social opportunities designed to connect with
students. All of this to say, the desirability of time in student government, especially to a
first-year student, is clear.
The added dynamic of an SGA in the South though leads to certain necessary elements to
student leadership that many other schools in other regions of the country will never fully have to
explore. Race historically will be integral to the experience, whether looking at representation
internally or relationship-building with underrepresented groups (Solórzano et al., 2000).
Additionally, there will typically be a generational effect built upon the distinct experiences of
university students across demographic cohorts, but especially those between “baby boomers”
and “Gen Z”. Due to the incredible progression of social change and racial and gender
consciousness that has occured over the last fifty years, the values of college students have
changed dramatically. Student activism has become a normal part of SGA culture, creating
division between current and former students. For example, a student group at Duke University
received heavy backlash from alumni in 2018 for protesting for progressive institutional change,
creating a situation where alumni threatened to pull donations from the school (Hartocollis,
2018). At The University of Mississippi meanwhile, much documentation has been provided
displaying alumni’s attempts to stifle the removal of Confederate iconography, a sharp reprisal to
the efforts the student government and other prominent organizations have invested in (Pittman,
2020). Depending on the university, there is a real identity crisis at times between generations of
students and their differing ideas on what the institution should stand for, a factor that can’t be
understated when exploring race and its impact on the student leadership experience.
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Chapter 2: Literature Review
2.1 Introduction
As the prevalence of  imposter syndrome research has only increased since the initial
study conducted by psychologists Pauline Rose Clance and Suzanne Imes, so has studies into its
predictors and contributors. This chapter then is a collection of those predictors most relevant to
this study, including race, gender, mentorship, school demographics, organizational support, and
common measurement scales used in past imposter syndrome research. There will be a
noticeable lack of any research specifically geared towards imposterism in student government
though, as there haven’t been any significant contributions in that area at the time of this study.
2.2  Race, Gender, and Imposterism
Easily the most researched predictors, race and gender, and their joint impact on the
development of imposter syndrome, have become the introduction of the topic for many.
Inherent in the concept of imposter syndrome is a feeling of not belonging and discomfort—as if
one’s very presence in a space is wrong (Edwards, 2019; Cohen and McConnell, 2019; Harvey
and Katz; 1985). This is compounded by the national systemic barriers that often work against
Black achievement.
In a systematic review of educational inequity data across race, the National School
Boards Association determined that almost 32% of all black students live in poverty, compared
to the low 10% of white students whose families fall within the same situation. Of this 32%, you
will find that over half of these families have parents who weren’t able to graduate from high
school. 45% of Black students enrolled in a public school attend a high-poverty institution, and
25% attend a school where black students are in the majority. The disproportionate gap between
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Black representation among teachers and principals, as well as the only widening achievement
gap between white and black students, only make the inequities clearer to see (Cai, 2020). This
data, as well as the numerous other statistics on dropout, graduation, and other telling rates, all
contribute to the fact that, compared to White and even Hispanic students, Black students
automatically shoulder a burden to “persist despite the odds” the moment they begin
matriculating throughout the school system (Nichols and Anthony, 2020). More likely than not,
they will encounter an environment where they lack access to resources, whether that is access to
quality education, opportunity, etc. This lack of access, if it doesn’t result in a failure to obtain a
high school diploma, is likely to follow students to the collegiate level, where impostorism
thrives (Helm, 1991; Fletcher and Tienda; 2010).
Gender could easily be an entirely different category in which to observe and analyze
imposter syndrome, as it so often has, even dating back to the original Clance study. There have
been numerous studies since then that have delved into the phenomenon as it appears in men,
and the similarities and differences across those shared experiences (Sherman, 2013;
Nottingham, 1992; Ethier and Deaux, 1990). For example, in a study conducted by Rachel Ivie
and Arnell Ephraim of the American Institute of Physics, their data concluded that female
graduate students were both more likely to feel less confident to achieve success in their career
paths and to attribute a stronger desire to prove their place through hard work because of their
gender. Men though seem more prone to internalize feelings of inadequacy, manifesting their
imposterism through an iron wall of outward toughness (Ives and Ephraim).
Frequently though, gender can and will be informed by race, and vice-versa, as rooted in
the concept of intersectionality. “the interconnected nature of social categorizations such as race,
class, and gender as they apply to a given individual or group” (“Intersectionality”). Both white
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and black women in student government will at times experience the imposter syndrome that so
often stems from being “in the minority”, but only black women will typically be able to identify
as a member of a minority group, which often heightens the intensity of both perceived and real
scrutiny they feel. Kelly Bates, President of the Interaction Institute for Social Change, speaks to
this unique challenge women of color find themselves in, focusing particularly on the idea of
assimilation. She states, “Assimilation into white and male work culture was not something that
women of color chose. We were forced to conform our way of dressing, speaking, working, and
being so that white people, and men – in particular – would accept us as leaders, good workers,
and trusted friends” (Bates, 2020). The importance of understanding how intersectionality can
show up when thinking about imposter syndrome in a student government can not be overstated;
according to Anne Runyan of the American Association of University Professors, Black women
have to dually juggle both racialized sexist stereotypes from white women and sexualized racist
stereotypes from men (Runyan, 2018). In an SGA space, especially in higher positions of power,
the burden on women of color to “appease” both of these demographics while also being
effective at the job isn’t feasible, so special attention will be paid to the hypothesis surrounding
how race and gender collectively affect the SGA experience.
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2.3 How Mentorship Clarifies Ambition
The impact of mentorship on student success, and particularly college success and
readiness, is universal. It is commonly established that the presence of a mentor in a student’s life
can greatly influence their likelihood to develop and engage with the academic, campus
community, and professional area (Cole, 2011). According to a Gallop Alumni Survey, college
graduates are twice as likely to enjoy their work experiences if they had a mentor in school who
motivated them to push for and achieve their goals and dreams (“Measuring”, 2021). What then
is a mentor? And what presence (or lack thereof) can they have for college students?
Broadly, mentoring is the process of someone with more experience and knowledge
actively accelerating the development and growth of another person (“Mentor”, 1997). There are
no age requirements on serving as a mentor, which is why peer mentoring has been proven to be
just as effective at cultivating an environment of achievement and success as the more traditional
academic mentorships (Carragher and McGaughey, 2018). While mentors are often found in
academic settings, students may have trouble actually connecting with their professors due to the
sheer size of some institutions; therefore, students will often connect with each other, or another
faculty or staff member to find that relationship (“Mentor”, 1997).
Mentoring, while ultimately producing generalizabe positive outcomes, can actually
manifest itself differently depending on the nature and desires of the student. Morris Zelditch, an
American sociologist, condensed the multifaceted nature of mentoring into one summary:
Mentors are advisors, people with career experience willing to share their
knowledge; supporters, people who give emotional and moral encouragement;
tutors, people who give specific feedback on one's performance; masters, in the
sense of employers to whom one is apprenticed; sponsors, sources of information
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about and aid in obtaining opportunities; models, of identity, of the kind of person
one should be to be an academic. (“Mentoring, 1997)
Students seek out what they need at any given moment, whether that is filling in emotional needs
or getting closer to someone who already has had the experience they are striving to obtain. As a
concept then, mentoring is a very flexible and valuable concept that has persisted across time.
Where does that flexibility come into place then for college students? Mentorship has
been shown to be a significant aspect of the overall student experience. In a ten year study
conducted by The Chronicle of Higher Education, mentoring was observed to be a central aspect
of the daily life of students and their academic, professional, and social growth, and above even
its positive effect on retention, affected how students rationalized their own innate capacities
(Chambliss, 2020).
For students of color, the inherent value of a mentor significantly increases if they attend
a predominantly white university (PWI), such as The University of Mississippi or the University
of Alabama. Because of the detrimental effects being a minority in a majority setting can have on
the performance of a student (see 2.4), the presence of a mentor can be vital in the prevention of
social isolation and academic imposterism (Ivie and Ephraim). Due to the inequities across the
resources and academic experiences of students meanwhile, the perceived academic fraudulence
and incompetence typically serves as the heart of the issue, which is why students of color tend
to have lower persistence and retention rates than their white counterparts (Cai, 2020). A college
mentorship then is primed to have immeasurable value when there is a focus on the academic
piece to the relationship, such as GPA and credit retainment. This approach has been shown to
increase overall academic satisfaction and retention (Coles, 2013). Because of this value then,
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there is a strong likelihood that the presence (or lack thereof) of a mentor can directly affect how
students perceive their SGA experiences.
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2.4 PWIs, HBCUs, and Student Leadership
I love my university. I love being a part of the Wolfpack but oftentimes being black at a
PWI is difficult. At times I find it hard to be a tour guide for my university because being
black at a PWI is not always the most comfortable experience. It comes with challenges,
but it also comes with positives (Tate, 2011).
The distinct experiences provided by predominantly white university institutions and historically
black colleges and universities (HBCUs) has been the subject of countless research, cinema, and
social discourse for quite some time, and rightfully so. Out of all of the Black students entering
postsecondary education, 87.1% of these students attend a PWI, while the roughly other 12.9%
percent will attend an HBCU. With this though, HBCUs graduate Black students at a much
higher number than their counterparts, illustrating that total population isn’t equivalent to an
effective and equitable education (Provasnik and Shafer, 2004). To understand where this
discrepancy derives from, it is important to know some history about the two different
experiences.
To state that the Black experience varies between the two would be an understatement;
PWIs for much of postcolonial American history upheld segregationist and exclusionary
standards that ensured that Black students would have no place on their campuses (“Historically
Black”, 1991). As far back as before the Civil War, there was no higher education equivalent for
people of color. Education more generally was often withheld from non-whites, meaning that as
entities like The Institute for Colored Youth were founded, their focus first was on guaranteeing
at least an elementary education to those they serviced (“Historically Black”, 1991). During the
beginnings of the Reconstruction Era, with greater access to education and support from the
federal government at the time, HBCUs like Howard & Fisk University were founded to fill that
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postsecondary void (“History”). It is important to acknowledge however that, even with the
establishment of over 16 HBCUs during this time, there were very few college-level courses
offered, with the specializations on Agriculture, Industry, etc. receiving the brunt of the
investment (“Historically Black”, 1991). PWIs continued to operate meanwhile on the Plessy v.
Ferguson standard of “separate but equal”, rationalizing through a false equivalence of
postsecondary education that better facilities and academic resources was justifiable. Even
though some Black students would desegregate graduate programs throughout the first half of
the 20th century, it wouldn’t be until the Brown v. Board of Education decision of 1954 that
Black students would hold credible arguments to access the education provided by
predominantly white universities (“Historically Black”, 1991). Suddenly, trailblazers like James
Meredith paved the way from integration of undergraduate programs, while HBCUs maintained
their place as consistent homes for nurturing and protecting the academic experiences of
African-Americans.
The damage done by so many years of segregation though are still felt on college
campuses today. As replicated in so many other institutions this country has existed on, public
white universities created and continue to perpetuate a model of academic excellence measured
by white-created standards rooted in quantitative measurements like grades and test scores
(Solórzano et al., 2000). White students were perceived as better than their Black counterparts
not only because society told them so, but unequivocally because their hard work provided by
privileged access to a better education reinforced it. For a Black student to succeed at a PWI,
there is often an inherent assimilation required that necessitates adapting to a culture where the
pressure to excel is often just as crippling as it is inspiring, increasing the rates of burnout
students of color face as they seek to uphold the unrealistic expectations of academic
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achievement (Bauer-Wolf, 2017; Cai, 2020). This is compounded by the nature of campuses not
specifically built for students of color; less representation, higher financial obligations, larger
barriers to obtaining involvement opportunity, and occasional reminders that not every member
of the campus community welcomes diversity at their school are all factors that Black students
will inevitably deal with in some capacity during their tenures at a college or university (Peteet et
al., 2015; Ethier and Deaux, 1990). With such a high intensity and intimidating environment, it is
no surprise then that a large number of Black students enrolled at PWIs do not complete degree
programs within their six years of enrollment (Cai, 2020; Provasnik and Shafer, 2004).
HBCUs on the other hand were founded first and foremost with the intent to catch up as
many students as possible to their white counterparts. Implicit in this mission was a quality
education, but unlike PWIs, it wasn’t the guiding culture that carried students across their
four-to-six years. Instead, by aiming to graduate as many students as possible, historically Black
colleges and universities have persisted over time through their strong focus on the individual
student experience and attention to detail in crafting authentic African-American experiences
(“Historically Black”, 1991).
While they are not without their own unique challenges, HBCUs overall are statistically
proven to cultivate more friendly and nurturing environments for their Black students compared
to white students (Provasnik and Shafer, 2004). Additionally, HBCU graduates leave with a
better and more positive readiness for the professional world. Two telling statistics from the
Office of Civil Rights illustrate the potential of an HBCU education: HBCUs have provided
undergraduate training for three fourths of all black persons holding a doctorate degree; three
fourths of all black officers in the armed forces; and four fifths of all black federal judges, and
fifty percent of black faculty in traditionally white research universities received their bachelor's
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degrees at an HBCU (“Historically Black”, 1991). Not only do HBCUs lay the foundation for the
highest academic achievement, but they are just as effective as preparing minority students for
professional fields as a PWI is.
As it relates to the SGA space, because of the limitations of the study, this research will
be more focused on exploring if there are any particular PWI experiences that intensify the
imposterism of SGA leaders rather than delving into the unique manifestations of imposter
syndrome across HBCUs and PWIs.
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2.5 The Nuance of Organizational Support
Perceived organizational support (POS), while not as immediately associated with
imposter syndrome as some of the other predictors, plays a crucial role in determining the
persistence those with the phenomenon have in the face of it. POS can be defined as “the extent
to which one believes that their organization values their contributions and supports their
physical, mental, and social wellbeing” (McDowell et al., 2015; Eisenberg et al., 1986). Not just
being confined to a work setting, it is easily transferable into academic, community, and
involvement spaces as well. Research into this topic can be traced back to studies originally
conducted by researchers Eisenberger, Huntington, Hutchinson and Sowa (1986), where they
evaluated the conditions that created employee’s perception of an organization through the
intensity of praise, approval, and reward provided. As they hypothesized, employees would
subconsciously shift habits and actions to better align with their perceptions of the expectations
and values as long as there was predicating evidence of the organization showing greater support
towards individuals (Eisenberg et al., 1986).
A subsequent study building off of this 1986 research studied the effects of self-efficacy
and perceived organizational support on imposter syndrome (McDowell et al., 2015).
Researchers sent out a survey consisting of two scales to a university in the Southeast in hopes of
validating the idea that negative internal perceptions one holds can influence their perceived
reality, which in turn has a strong influence on how they interpret organizational behavior. They
concluded that, among other things, the amount of direct investment one receives from an
organization can directly stir up imposter-like tendencies (McDowell et al., 2015). “Without felt
support from the organization, employees may be left to conjure up reasons for the perceived
lack of support on their own and these internally contrived reasons may play into the employee’s
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own imposter suspicions” (McDowell et al., 2015). Ultimately, lower imposter syndrome can be
linked to greater POS.
The nuance with POS within the student government realm factors into the fact that
organizational support in a student government can be expressed in a wide variety of different
ways, many in which overlap with the original Eisenberger et al. research. Recognizing the
achievements of membership is the most identifiable tactic to accomplish this, allowing for
organizations to validate and affirm effort and energy while also providing an avenue in which to
spotlight diversity if applicable. (Mullangi, 2019). This public, “loud” approach to showing
support works to foster ideas that the group takes pride in its members, and therefore increases
reciprocity in said pride. However, as much as achievements are a measurable way of forging
that connection, investing in the physical and mental wellbeing of members is just as important.
Mental health in particular continues to be a rising crisis plaguing college campuses, and so an
SGA that adds to that stress and anxiety is much less likely to be perceived positively (McGregor
et al., 2008; Nottingham, 1992; Kananifar et al., 2015). SGA leaders who have a higher POS are
more likely to have upward ambition, which can directly decrease lower manifestations of
imposter syndrome.
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2.6 Measurement Scales for IP
As a result of the developing understanding of imposter syndrome and its various
applications, there have been many measurement scales developed in the field over time. For the
purposes of this study, the Clance scale, popularized by Pauline Clance in 1985, is the guiding
measurement used in this research to help craft the survey distributed, but a thorough
understanding of the differences between the most popular scales might add clarity and context
to the structure of this study.
The most popular scale in the area of study is the Clance Imposter Phenomenon Scale
(CIPS), a defining method used to gather imposter syndrome. A twenty-question measure, this
scale focused on determining the frequency of imposterism in respondents and their experiences
(Clance, 1985). Presented with statements like “I’m disappointed at times in my present
accomplishments and think I should have accomplished much more”, respondents were
evaluated through the usage of a 5-point Likert scale that ranged from “not at all true” to “very
true”. These scores were totaled, and depending on the sum, were provided an intensity of
imposterism manifestation (Clance, 1985). Of note about this scale was that there was an
intentionality in its language; positive wording was utilized in order to decrease the potential of
leading questions (Mak et al., 2015).
The first imposter syndrome scale officially introduced was the Harvey Imposter
Phenomenon Scale in 1981. This measure was designed specifically for undergraduate and
graduate students, and as the first of its kind, is a little less sharpened and broadly constructed
(Harvey and Katz, 1981). And without the subsequent clinical study that would derive from its
usage, it wasn’t able to measure certain IP attributes (Harvey and Katz, 1981). The two lesser
used scales are the Perceived Fraudulence Scale (PFS) and the Leary Imposter Scales. The PFS,
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created in 1991 by J. Kolligian and J. Sternberg, is characterized by its 51 questions that aim to
capture their interpreted multidimensional malleability of imposter syndrome to fit situations
(1991). The Leary Scale meanwhile was contributed in 2000, and as a 7-question instrument, is
conceptualized through a specific understanding of imposter syndrome simply as the perceived
feeling of fraudulence (Leary et al., 2000). The CIPS and FPS are recognized as being the more
accurate and reliable scales out of the group, with the Leary Scale coming in last in both
frequency and validity (Mak et al., 2015).
The utility of the Clance Scale in a survey like this is much more than its credibility in the
field. Based on my own experiences with imposter syndrome, conceptually the phenomenon
manifests itself in different forms and intensities, so that regardless of the environment and
audience, it is always constantly lingering. The Leary Scale is too narrow in design for a study
like this, whereas the PFS is structured based on a definition that might not be digestible for
those whose first exposure to IP is through this survey (Mak et al., 2015; Leary et al., 2000;
Kolligan and Sternberg, 1991). The Harvey Scale in theory should work really well here in
application since its original use was structured around college populations; however, it’s
outdated understanding of IP prevents it from being fully cohesive in adapting to the unique
environments SGAs can provide (Harvey and Katz, 1981). And the PFS in scope is much too
large considering the student population. Even a design with half the amount of questions in the
measure would decentivize participation. The Clance Scale then provides an avenue in which to
conveniently and effectively explore imposter syndrome and its broad application without any of
the significant drawbacks.
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2.7 Current Study and Hypotheses
As acknowledged prior, although the area of imposter syndrome has produced an
ever-expanding amount of research that covers both its manifestations throughout fields like
higher education, professional school, and the workplace, and the predictors that will often lead
to its development, hours of research were unable to breed any substantial studies done on the
topic in relation to shared experiences within student government. While common characteristics
of imposter syndrome do show up in a typical SGA, making for easily transferable observations,
there are certain environments and expectations on student government leadership that would be
remiss not to be acknowledged.
The conclusions of this study are then designed to emulate a journal article contributed by
Reshma Jagsi, who managed to do two things: one, speak to the intensifiers of imposter
›syndrome for women in the medical field, and two, offer tangible recommendations to changing
the field’s cultures and policies to better invest and support women (Mullangi and Jagsi, 2019).
Similarly, I hope to provide as well as leave behind concrete methods that the Associated Student
Body and other student governments around the South can utilize to create a more accessible and
nurturing SGA for its minority members.
Through the review of existing research and literature, a formal list of my hypotheses for
this study can be found below:
1. I hypothesize that first and foremost, race and gender will undoubtedly have the largest
impact on the intensity and frequency of experienced imposter syndrome. Undoubtedly
the predictors with the most literature behind them, results that support this hypothesis
will only be confirming the studies of many other researchers. I also anticipate that
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women of color in particular will indicate more experience with imposterism than any
other intersection of race and gender.
2. In terms of familiarity with imposter syndrome, I hypothesize that women, both white and
women of color, will indicate having more familiarity with the concept than men,
regardless of race.
3. Due to the overwhelmingly corroborated impact mentorship can have on achievement,
positivity, and drive, my next hypothesis is that a lack of mentorship will affect the
ambition and direction of student leaders. A lower ambition can directly correlate with
higher imposter syndrome intensities.
4. Based on my own experiences, I hypothesize that responses to the open-ended question
will yield more external practices than self-affirmative or internal practices.
5. Students of color overall will have less knowledge on tangible methods to actually
combat imposter syndrome.
6. Another hypothesis will be that students of color will inherently feel more pressure to
speak for their larger communities (regardless of what that identity might be) than their
white counterparts.
7. Because women so heavily make up student government populations, my last hypothesis
is that only race will impact how students perceive their SGAs to be supporting,
investing, and creating safe spaces for them.
32
Chapter 3: Research Methodology
3.1 Participants
Participants for the study were recruited from across the student governments of six
different Southern college campuses: The University of Mississippi, Auburn University, The
University of Alabama, The University of South Carolina, The University of Tennessee:
Knoxville, and Jackson State University. Mississippi State University was reached out to as well,
but no respondents identified as being enrolled there. The criteria to be eligible for participation
was being an active member of SGA, regardless of elected (put in place by the student body) or
appointed (selected by an elected student leader) status, as well as being 18 years or older at the
time of completing the study.
The average size of any given student government is around 150 members, meaning that
a total of about 900 students obtained the survey through email distribution from their SGA’s
president. Of this 900, the final sample consisted of 134 participants (female: 48.5%, n=65, see
Figure 1). Around 50% of respondents were white (50.74%), and around a quarter were people
of color (23.11%). Of this quarter, 60% of respondents identified as Black. A majority of the
respondents were from either the University of Mississippi, Auburn University, University of
Tennessee, and University of South Carolina. Interestingly enough, outside of this institution,
those three student governments are all led by women, while the two lowest engaged universities
are led by men. Mississippi State University too has a male president. While this is by no means
a reflection of the presidents themselves, it definitely might be a relationship between that
statistic and the fact that women so heavily make up SGA demographics (Zimmerman, 2017).
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The majority of participants (61%) were first or second years (n=83), and 56% were
appointed to their roles rather than elected by the student body. Additional demographics can be
found in Figure 1.
Sample Characteristics















Jackson State 6 (4.47)




1 year 47 (35.07)
2 years 36 (26.86)







Figure 1. Sample Description of recorded responses of the 134 participants.
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3.2 Methodology
This study was designed to test the relationship between the imposter syndrome
phenomena and the experiences of members of student government at the university level, and
how those experiences might manifest differently across race and gender. The first step was
deciding on whether a quantitative or qualitative approach would be best for a study like this.
The qualitative design would allow for more direct insight into the individual experiences of
SGA leaders, providing room for a potential interview format to collect testimony. This approach
would also fit more closely into my English major, for it would be far less challenging to
compose a narrative throughout the various stories. A quantitative approach however would
allow for the protection of anonymity, considering that a combination of testimony and
answering of social identity questions might make it easier to discern individual identities. This
protection is important, because in a study that discusses SGA in such a candid way, I didn’t
want to risk the potential success or lead to the harm of any student’s experiences because of
their participation. Because of this desire to maintain anonymity then, it was decided that the
study would be conducted through a quantitative survey.
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3.3 Survey Description
The data was collected through a 28-question, IRB-approved Qualtrics survey entitled
“Black Imposterism: Naming & Combating Imposter Syndrome In SGAs Across the South”
(Appendix A). Split into four sections, this survey was designed to be a quantitative approach to
gathering familiarity and experiences from a large sampling group across six universities.
The first section collected SGA information such as university, branch, tenure, route to
holding a position, and personal self-efficacy so far in the role. The second section was focused
on determining the proximity the subjects had to the concept of imposter syndrome.
On a scale of 1-5, how familiar are you with imposter syndrome?
● 1 = Not familiar at all
● 2
● 3 = Somewhat familiar
● 4
● 5 = Strongly familiar
Would you categorize yourself as having experienced/currently experiencing imposter syndrome?
● I have not personally experienced imposter syndrome
● I have experienced imposter syndrome in the past
● I regularly experience imposter syndrome
How would you rate your knowledge of combating imposter syndrome on a scale of 1-5?
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● 1 = Very poor knowledge
● 2
● 3 = Somewhat Familiar
● 4
● 5 = Strong knowledge
If applicable, what methods were used to combat it?
_________________






Participants were questioned about what level of knowledge they had about it, as well as
its prevalence and potential treatment. Through this, I was able to emulate the structure of the
Clance Scale by capturing the same themes observed as that measurement, while also directly
gauging their exposure to IP instead of attempting to just name it.
Section three served as the heart of the study, gauging the frequency of predictors to
imposter syndrome in an SGA setting, giving me the chance to test out my hypotheses. Four
scenarios were provided that explored different predictors of imposter syndrome and how they
might manifest throughout the experiences of four fictional student leaders. These leaders were
designed to be as undefined as possible, for participants were asked to provide what level of
relatability each scenario had to their own time in SGA using a version of a Likert scale
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specifically crafted for the study. These four vignettes and their following questions can be found
below.
Scenario 1: Chelsea Davis is an African-American woman currently attending an
institution where her collective race and gender puts her in the minority of the student
government population. Chelsea’s goals of being student body president were quickly
challenged by an environment where putting herself out there is repeatedly met with
scrutiny, requiring her to have to set high standards for herself in order to meet the
expectations of others. There have been many times in fact where she believed that not
speaking out was the best course of action.
How much do Chelsea’s experiences with speaking against the majority speak to your own?
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat  Relatable           Relatable
Very Relatable
Your own gender expression has impacted your experiences and comfort in student government.
1 2 3 4                 5
Not Relatable At All           Slightly Relatable Somewhat Relatable           Relatable
Very Relatable
Your own race has impacted your experiences and comfort in student government.
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat Relatable          Relatable
Very Relatable
Despite these concerns, Chelsea's ambitions to excel have not yet been extinguished, and she
looks forward to launching her campaign next year.






● Not Relatable At All
Scenario 2: Jacob Simmons is finishing his second year of college doing pretty well for
himself. He has been able to build his resume, while maintaining a pretty good GPA and
social life. He was able to cap off the semester by winning a student government senate
seat for his major. While he won, he doesn’t really know if student government is the
place for him. He hasn’t had anyone within the organization to help him figure his plans
out, so he’s had to pretty much assist himself. Furthermore, there are no staff members on
campus who have steered him in the right direction.
How much do Jacob’s experiences with struggling to have direction speak to your own
experiences?
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat  Relatable          Relatable
Very Relatable
You have had student leaders who have helped you during your time in student government.
1 2 3 4                              5
Not Relatable At All           Slightly Relatable Somewhat Relatable           Relatable
Very Relatable
You have had a faculty or staff member who you would consider a mentor.
1 2 3 4 5
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Not Relatable At All           Slightly Relatable          Somewhat Relatable          Relatable
Very Relatable
Jacob is looking forward to figuring it out though, even if it’s by himself.





● Not Relatable At All
Scenario 3: Taylor Barnes is a member of an underrepresented identity group, currently
attending a university that is predominantly white. Coming from a public high school
where that demographic ratio was flipped, it was definitely a culture shock arriving at the
college. The student government is reflective then of this majority, meaning that Taylor is
serving alongside peers who are often sometimes really hard to work with and relate to.
Furthermore, Taylor feels a pressure to both speak personally while also representing the
larger community.
How much do Taylor’s  experiences working outside of her comfort zone speak to your own?
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat  Relatable          Relatable
Very Relatable
You attend a university where your identities put you in the majority of your student government.
1 2 3 4                              5
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Not Relatable At All           Slightly Relatable          Somewhat Relatable           Relatable
Very Relatable
You have directly or indirectly felt pressure to speak for an entire community in an SGA setting
before.
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat Relatable          Relatable
Very Relatable
Taylor always lives by the motto though of "If I don’t, who will?"





● Not Relatable At All
Scenario 4: Destiny Price was elected to serve as the Vice-President going into her
senior year. While she is proud to be in the role, it didn’t come easy. Destiny very much
believes that everything she had accomplished throughout her time in student
government was a result of her hard work and dedication. Her organization was not one
that nurtured and invested in the work done by its students, often meaning that Destiny
had to overachieve in hopes of being recognized. Additionally, her organization didn’t
create many spaces for people who shared her same identities to actively have
conversations about their experiences.
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How much do Destiny’s experiences with overachieving speak to your own?
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat  Relatable          Relatable
Very Relatable
Your student government actively and intentionally spotlights and recognizes the hard work of its
minority members.
1 2 3 4                              5
Not Relatable At All           Slightly Relatable Somewhat Relatable           Relatable
Very Relatable
You have had space in your SGA to interact with members who share similar identities as you.
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat Relatable          Relatable
Very Relatable
As Vice-President, she is excited to change that and show students that an SGA can and will
support its members.





● Not Relatable At All
43
The five responses offered were Not Relatable At All (NR), Slightly Relatable (SLR),
Somewhat Relatable (SR), Relatable (R), and Very Relatable (VR), coded to values between 1-5.
A lower number coincided with a value like NR, while a higher value aligned with a greater
relatability. By using this quantitative method, I was able to test how race and gender,
mentorship, POS, and university demographics influenced the efficacy of SGA members to
persist through adversity. The final section simply collected demographic data to help make more
informed conclusions across data categories, inquiring about the race, gender, and high school
education of the participants. The full survey can be found in Appendix A.
In considering the reliability and validity of this study, it was important for me to keep in
mind the construct validity and internal consistency of the survey. Because imposter syndrome is
an abstract construct that stems from and manifests itself through many facets (Clance and Imes,
1978; Harvey and Katz, 1981), the respondents needed to have a clear understanding of what
was being measured. The first two sections of the survey were optimized to gather as much
context regarding the SGA status and imposterism exposure as possible in the least amount of
questions, while the vignettes were crafted to have the capacity to measure predictors of IP
without requiring students to reveal too much information. Because of the similarity between
construct validity and internal consistency then, an intentional focus on one should lead to a
dependable measure of the other.
On Monday, November 9, 2020, the survey was distributed to the SGA presidents of all
participating universities, alongside an introductory statement from me to be attached to the
survey and emailed out to all of their respective members. Through this method, I was able to
guarantee that at least every member of the respective SGAs received notification about the
study at least once. For the distribution, I relied heavily on the relationship networks I had built
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with my cohort of presidents to ensure participation, for I decided not to offer any supplemental
incentives outside of contributing to something larger than any one person. I gave everyone until
December 1, 2020 to fill out the survey; then I would close it and begin to collect my data out of
the 134 student leaders who participated.
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3.4 Methods of Analysis
After the survey closed at the beginning of December, the Qualtrics data was exported
through a Google Sheets document, both with a numeric value and a choice text structure. This
export provided all of the necessary responses needed to begin analysis, but before that, the data
was combed through to observe any discrepancies, repetitions, or null responses. Out of the 135
responses collected, Qualtrics immediately deleted one through the export process, presumably
due to someone submitting a response twice.
For analysis, Likert Scale responses were coded with a numeric value between 1-5 that
indicated greater relatability or support for a statement. A 5 marked a high relatability, while a 1
characterized little to no relatability. A combination of the Pearson’s chi-squared test and
student’s t-test were employed to test the hypotheses. The chi-squared tests were used to test the
reliability of the statistical significance across observed imposterism frequencies. The t-tests
were used to test the means across race and gender for the responses to the vignettes.
For responses to the open-ended question about methods for combating imposter
syndrome, participants were allowed to respond with whatever they felt was appropriate. In total,
40 responses were recorded. Out of the 40, two were discarded from use due to their content
simply being acknowledging that they didn’t have an answer to the prompt. For the remaining
38, they were sorted into one of three categories in order to help make them more digestible:
self-affirmation, internal practices, and external practices. For internal practices, these were
responses that focused on the affirmation of self to combat the perceived fraudulence
imposterism brings. Typical answers included personal mantras or a prevention of the thought of
comparison. Out of the 25 responses recorded for this section, 17 were ultimately included in the
study. The other 8 were indicated, but not recorded due to their repetition of themes and brevity.
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For internal practices, these were responses that sought to improve upon the physical, mental,
and spiritual well-being of one’s self in order to find validation. Responses in this category
included meditation and active prayer, and all 5 that were recorded or noted in the study. Finally,
for external practices, these were answers that utilized academic, social, or professional
resources in order to help combat IP. Answers included conversations with friends and family
and consultation of academic resources. Out of the 8 recorded responses, 7 are utilized for the
survey. For a full list of complete responses, see Appendix C.
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Chapter 4: Results and Discussion
4.1 Results
This study observed the relationship between various predictors of imposter syndrome
and experiences with imposter syndrome within the student government environment.
Hypotheses were drawn about the impact that the intersectionality of race and gender, level of
mentorship, perceived organizational support, and institution status would have on experienced
imposter syndrome. In order to test these hypotheses, a combination of the Pearson’s chi-squared
test and student’s t-test were employed. The chi-squared tests were used to test the reliability of
the statistical significance across observed imposterism frequencies. The t-tests were used to test









White Men 15% 15% 35% 20% 10%
White
Women
17% 4% 21% 21% 36%
Men of Color 29% 0% 21% 29% 21%
Women of
Color
14% 14% 25% 25% 25%
Table 1. Percentage of respondents and their familiarity with imposter syndrome.
From Table 1, it is apparent that the three groups most likely to experience imposter
syndrome at some point in their life (white women, men of color, and women of color) all have
been exposed to the concept at least, with 57%, 50%, and 50% all being familiar with the term,
with another 20% each knowing roughly what it is. About 30% of students of color across
gender have no familiarity to the concept meanwhile.
My hypothesis was that when it came to women & women of color specifically, they
would be more likely to be familiar with imposter syndrome. Through Chi-square testing (Table
D4, D5, D6, and D9) however, there weren’t any significant differences when it came to how
SGA tenure, race, gender, nor the intersection of the two impacted familiarity to imposterism.
This then indicates that somewhere within the high school or college setting, there is at least
some form of initial conversation that might take place to provide some exposure to the
phenomenon.
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Experiences w/ Imposter Syndrome
Have Not Past Present
White Men 35% 50% 15%
White Women 8% 49% 43%
Men of Color 14% 43% 43%
Women of Color 25% 44% 31%
Table 2. Percentage of students and their lived experiences with imposter syndrome.
Looking at Table 2, close to 50% of every group identified with having experienced
imposter syndrome at some point in their lives. While those numbers stayed near consistent for
white women and men of color moving into the present, there was a slight drop for women of
color (31%) and a massive decrease for white males (15%). While the percentage of white men
who currently experience imposter syndrome isn’t too surprising, to see that half of white men




Race I have not...




White 11 34 24 69
POC 6 13 11 30
Column Total 17 47 35 99
Expected Frequencies
Experience Level
Race I have not... I have in the Currently
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past... experience
White 4.181818182 32.75757576 24.39393939
POC 5.151515152 14.24242424 10.60606061
Significance level = 0.005    p-value = 0.00329
Table 3. Chi-square test observing the statistical significance of the relationship between race
and the experiences students have with imposter syndrome. The significance level used as well
as the obtained p-value are both shown.
My initial hypothesis was that students of color would experience imposter syndrome at a
higher rate than white students. Conducting a Chi-Square of independence to examine this
relation, there was a significant difference found. Students of color are more likely to currently
battle with imposterism than white students, X2 (1, N = 99) = 0.05, p = .003.
Observed Frequencies
Experience Level
Gender I have not...




Male 9 16 9 34
Female 8 31 26 65
Column Total 17 37 35 99
Expected Frequencies
Experience Level
Gender I have not...




Male 5.838383838 12.70707071 12.02020202
Female 11.16161616 24.29292929 22.97979798
Significance level = 0.005    p-value = 0.04
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Table 4. Chi-square test observing the statistical significance of the relationship between gender
and experiences with imposter syndrome. The significance level used as well as the obtained
p-value are both shown.
The hypothesis surrounding gender and experience with imposterism was that female
students would likely deal with the phenomena more than their male counterparts. Using the Chi
Square test to observe, female students are more likely to experience imposter syndrome than
men, X2 (1, N = 99) = 0.05, p = .04.








White 40% 18% 35% 6% 1%
Black 22% 17% 50% 11% 0%
Asian/Hispanic/
Multiracial/Other
38% 23% 38% 0% 0%







Male 47% 15% 32% 6% 0%
Female 31% 20% 42% 6% 1%
Total N=36 N=18 N=38 N=6 N=1
Table 5. Percentage of students and knowledge combating imposter syndrome. Responses are
split across race and gender.
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While students evenly seemed to be knowledgeable about the concept of imposter
syndrome, there was less confidence indicated when it came to knowing how to actively combat
it. Looking at the data across race and gender, only about a consistent 6% or less of students
seemed to have comfortable knowledge in countering the phenomenon. Important numbers to
point out are that none of the minority groups outside of Black students indicated any strong
confidence at all (0%), only 6% of males across race indicated firm knowledge, 7% of women
indicated firm knowledge, and 50% of Black students seemed to at least vaguely know how to
actively respond to it. This all supports the idea that while there are a good bit of students who
can at least name their experiences, combatting and responding to those experiences is something










M SD M SD p
Knowledge Combatting Imposter










M SD M SD p
Knowledge Combatting Imposter
Syndrome 2.12 1.063 2.29 0.928 0.442
Table 6. T-test results observing the statistical differences between the means of knowledge
combating imposter syndrome and race and gender. The t-values for race and gender are shown.
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Although there seemed to be a significant lack of knowledge in combating imposter
syndrome, based on the data from the t-tests conducted, this dearth of knowledge doesn’t seem to
be tied to race and gender. It is a more general pattern that is applicable across all leaders.
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Combating Responses
As a part of the survey, students were given the option to expound upon their response to
their knowledge combating imposter syndrome by listing some of the methods they’re familiar
with or that are effective for them.
If applicable, what methods were used to combat it?
_________________
Students weren’t given any word limits or impressions on what type of answers would be
good responses. My hypothesis was that those who responded would respond with external
practices, such as consulting with friends or a mentor or reading different articles on
imposterism, because based off of my own experiences, that seemed to be how successful people
in my life managed to quell the intensity of their own IP. However, out of the 38 responses
recorded, there were an overwhelming majority of answers that focused on the self-affirmation
style of responding to the phenomena.
I reevaluated my opinion of myself and the people I surround myself with. We're all students.
There was no need for me to feel like they had 20+ years of experience, and we were all on the
same level academically. Even if our positions differentiate us on ASB/SGA, we're united as
students.
Knowing everyone's an imposter, and I deserve a stake in the scheme they're all running
Figure 2. Two submitted responses from participants detailing intrapersonal methods of
combating imposter syndrome.
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Responses such as these showed an emphasis on the individual, and a trust and
affirmation in one’s self that they belong to be in the same space as anyone else. Over 25 of these
responses were recorded.
met with people older than me who previously help my leadership role to discuss my feelings. I
attended leadership seminars to increase my skills in handling complex group dynamic
situations. I focused on my self care - eating better, going outside, sleeping on a regular
schedule. I reached out to people I trust about my feelings of doubt.
I talk to others about my problems and listen to theirs in return
Figure 3. Two submitted responses from participants detailing interpersonal methods of
combating imposter syndrome.
The rate of responses such as this meanwhile were very low, potentially indicating that
due to the low number of students knowledgeable about engaging with their IP, the practice of
building that external support system is one limited to the small few who seemed confident in
















Men 45% 40% 5% 10% 0%
White
Women 17% 31% 29% 21% 2%
Men of
Color 7% 21% 36% 21% 14%
Women of
Color 20% 13% 7% 27% 33%
Gender Expression
White
Men 55% 20% 10% 15% 0%
White
Women 21% 17% 21% 29% 13%
Men of
Color 50% 21% 14% 14% 0
Women of
Color 13% 13% 27% 20% 27%
Race Expression
White
Men 55% 20% 20% 10% 0%
White
Women 74% 19% 0% 4% 2%
Men of
Color 14% 21% 7% 21% 36%
Women of
Color 27% 13% 0% 27% 33%
Chelsea's Resolve
White
Men 25% 7% 35% 7% 0%
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White
Women 14% 14% 32% 20% 18%
Men of
Color 8% 8% 23% 38% 23%
Women of
Color 13% 0 25% 25% 38%
Table 7. Responses (in percentages) for Chelsea’s vignette. Each supplemental question and its
respective responses are shown as well.
Beginning with the initial responses to the vignettes, Chelsea’s was primed to serve as the
clearest to measure race and gender expression, along with the intersectionality of the two
through her struggle in speaking up amongst the majority. She was specifically assigned a
culturally feminine name and pronouns, alongside specifically being identified as
African-American, in order to be able to measure both race and gender.
As expected, over 85% of white males had a hard time identifying with her experience,
while over 60% of women of color related strongly to her. White women had a broad distribution
of responses, if not an edge towards not being as relatable. Interestingly enough, 10% of white
men actually related to Chelsea’s experiences. This is significant because on the surface, they
share no common social identities. However, present in her story on top of the expression
concepts is an idea of censorship as to not upset the status quo, which isn’t intrinsically linked to
either race or gender.
Continuing on to gender expression, over 70% of men across all races found Chelsea’s
struggles as a woman as not reflective of their own. While women might demographically
compose a majority of SGAs in the South, it doesn’t disregard the fact that the spaces were
historically built for men, which might explain why men of color don’t feel such scrutiny as
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women of color do. For both races across women, there was a much more even distribution of
responses, as a result most likely of that larger representation of women in student government.
Considering the history of the region, this particular question played out almost entirely
as expected, if not for a little discrepancy for students of color. For white students, a heavy
majority found themselves as distanced from the struggles Chelsea faced, especially white
women (93%). For students of color, surprisingly at first there was a split distribution pretty
much finding it either not relatable or relatable, with not much room in between. After factoring
in though that the student of color demographics included multiple races, as well as multiracial












M SD M SD p
Relatability to Chelsea's Vignette 2.35 1.228 2.83 1.257 -0.48 0.073
Relatability to Gender
Expression 1.88 1.122 3.1 1.382 -1.22 0
Relatability to Race Expression 2.44 1.481 1.92 1.429 0.52 0.094












M SD M SD p
Relatability to Chelsea's Vignette 2.38 1.093 3.29 1.395 -0.91 0.001
Relatability to Gender
Expression 2.65 1.401 2.77 1.477 -0.12 0.681
Relatability to Race Expression 1.5 0.906 3.42 1.587 -1.92 0
Relatability to Chelsea's Resolve 4.06 1.303 3.3 1.236 0.76 0.008
59
Table 8. T-test results observing the statistical differences across race, gender, and various
elements of Chelsea’s vignette. The rows with significant statistical relationships are bolded and
italicized.
A two-sample t-test was conducted to test for a significant difference across the means of
both race and gender in response to Chelsea’s vignettes. Across gender, there was a significant
difference when it came to how gender impacted SGA experiences between male students
(M=1.88; SD=1.122) and female students (M=3.1; SD=1.382), t(2) =, p=0. Women expressing
their gender had much more of an impact on their comfort within SGA than men had.
Across race meanwhile, there were three significant differences between the relatability
of the vignetette. For the first, in general Chelsea’s overall experiences significantly differed
across the means of white respondents (M=2.38; SD=1.093) and respondents of color (M=3.29;
SD=1.395); t(2)=, p=0.001. This is presumably due to the large relatability women of color had
with it. In regards to how race expression impacted the experiences of leaders, there was a
significance similar to gender expression between white students (M=1.5; SD=0.906) and
students of color (M=3.42; SD=1.587); t(2)=, p=0. And as it relates to the resolve to push
forward even in spite of the struggles presented by race and gender, students of color (M=3.3;
SD=1.236) statistically have more determination to persist than white students (M=4.06;

















Men 10% 30% 15% 25% 25%
White
Women 18% 16% 27% 20% 18%
Men of
Color 14% 43% 14% 7% 21%
Women of
Color 19% 31% 13% 19% 19%
Student Mentorship
White
Men 0% 20% 15% 35% 30%
White
Women 9% 16% 16% 29% 31%
Men of
Color 0% 21% 21% 29% 29%
Women of




Men 45% 25% 10% 20% 0%
White
Women 47% 8% 16% 20% 8%
Men of
Color 14% 21% 7% 21% 26%
Women of
Color 25% 25% 19% 6% 25%
Jacob's Resolve
White
Men 16% 21% 21% 16% 26%
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White
Women 18% 36% 22% 4% 18%
Men of
Color 0% 0% 58% 8% 33%
Women of
Color 0% 31% 19% 19% 31%
Table 9. Responses (in percentages) for Jacob’s vignette. Each supplemental question and its
respective responses are shown as well.
Jacob’s vignette served as a way to measure the relationship between imposter syndrome
and mentorship. Succeeding even despite having to navigate through the SGA sphere alone, his
story asked respondents to reflect on the presence (or lack thereof) of peer and faculty/staff
mentors in their own journeys. Jacob was assigned a culturally masculine name and pronouns,
with an ambiguous race.
Gauging respondent’s overall difficulties throughout their SGA journeys, the engagement
with the first was pretty evenly distributed across race and gender. In this even distribution
though, every group had upwards to a 40-50% relatability with it, which implies that the first
year of SGA can be challenging for a lot of students.
In terms of access to student mentorship, there was a comfortable margin of students
across race and gender who had access to a student mentor at some point (with the lowest being
58% for men of color, which is still over half of that sample). White males seemed to have easy
access to this peer-to-peer mentorship, which may be a product of Greek Life and the easy
accessibility to people from similar backgrounds. Students of color meanwhile had almost no
trouble at all finding a student mentor, with only 7% of women of color not relating to it at all.
As for faculty mentorship, 50% or more of every group besides men of color
overwhelmingly did not relate to the presence of a faculty or staff member. Almost half of men
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of color did though, which is a significant find considering that, more broadly, mentorship for
men of color has been advocated for much more because of their rate at being considered at-risk.
No white male found this idea to be very relatable either, likely signaling that who they have in
their life is someone they wouldn’t consider a true “mentor”. Women’s experiences with a











M SD M SD p
Relatability to Jacob's Expression 3.029 1.403 3 1.381 0.03 0.92
Relatability to Student
Mentorship 3.7 1.115 3.72 1.269 -0.2 0.947
Relatability to Faculty/Student
Mentorship 2.61 1.498 2.46 1.48 -0.15 0.621











M SD M SD p
Relatability to Jacob's Expression 3.09 1.379 2.84 1.393 0.25 0.407
Relatability to Student
Mentorship 3.68 1.251 3.81 1.138 -0.13 0.623
Relatability to Faculty/Student
Mentorship 2.24 1.373 3.13 1.544 -0.89 0.005
Relatability to Jacob's Resolve 2.69 1.373 2.3 1.088 2.39 0.177
Table 10. T-test results observing the statistical differences across race, gender, and various
elements of Jacob’s vignette. The rows with significant statistical relationships are bolded and
italicized.
63
A two-sample t-test was conducted to test across the means of both race and gender in
response to Jacob’s vignettes. Across gender, there were no significant differences between any
of the four relationships. This is surprising for only the faculty/staff mentor relationship, since
female students seemed to have harder access to them.
Race yielded minimal significant finds as well, with only one producing a significant
find. This was in the area of faculty and staff mentorship again. Across white students (M=2.24;
SD=1.3703) and students of color (M=3.13; SD=1.544); t(2)=, p=0.005., students of color are

















Men 42% 32% 16% 5% 5%
White
Women 32% 32% 26% 6% 4%
Men of
Color 14% 29% 21% 14% 21%
Women of
Color 25% 13% 19% 19% 25%
Identity Majority
White
Men 6% 6% 11% 28% 50%
White
Women 4% 6% 4% 32% 53%
Men of
Color 57% 29% 14% 0% 0%
Women of
Color 69% 6% 0% 6% 19%
Community Pressure
White
Men 47% 26% 21% 5% 0%
White
Women 32% 23% 19% 13% 15%
Men of
Color 7% 21% 21% 36% 14%
Women of
Color 20% 13% 6% 20% 38%
Taylor's Resolve
White
Men 15% 15% 35% 25% 10%
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White
Women 7% 15% 20% 30% 26%
Men of
Color 0% 7% 29% 29% 36%
Women of
Color 13% 7% 7% 33% 40%
Table 11. Responses (in percentages) for Taylor’s vignette. Each supplemental question and its
respective responses are shown as well.
Taylor’s vignette was crafted in a way to measure the social identity makeup of
respondent’s student governments, as well as the pressure they might feel to speak up for the
minority group they might fall in. Taylor’s name and minority group were both left culturally
ambiguous to be as interpretable as possible. So, whether through race, gender, or any other
unmeasured identity group such as sexual orientation or ability status, respondents had the ability
to tackle this vignette however they wanted.
For white students across gender, the overall relatability to this vignette was notably low,
both hovering at around 10%. This checks contextually, as being a white, cis-gendered male is
the traditional norm, while females, predominatly white, usually comprise large portions of
student government. It would make sense that most wouldn’t see themselves in the role Taylor is
in. For students of color across race meanwhile, there is a pretty even distribution of responses.
When it comes to serving in the identity majority, white students across gender
understandably heavily related to this, again due to the norm of being white and cis-gendered.
An overwhelming 78% of white males and 85% of white females found it identifiable. Over 75%
of both men and women of color found it not relatable. The 25% of women of color who did
most likely come from Jackson State University, the only HBCU of the study.
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Continuing the trend set by the rest of the vignettes, white students overwhelmingly
didn’t identify with the pressure of having to speak for their community, in whatever form that
might have taken. Over half of students of color across race meanwhile did, which regardless of












M SD M SD p
Relatability to Taylor's Vignette 2.42 1.347 2.41 1.278 0.1 0.967
Relatability to Identity Majority 3.03 1.61 3.667 1.586 -0.64 0.066
Relatability to Community
Pressure 2.45 1.277 2.79 1.536 -0.34 0.28











M SD M SD p
Relatability to Taylor's Vignette 2.14 1.116 3 1.461 -0.86 0.002
Relatability to Identity Majority 4.22 1.097 1.84 1.319 2.38 0
Relatability to Community
Pressure 2.31 1.334 3.45 1.41 -1.14 0
Relatability to Taylor's Resolve 2.65 1.255 2.07 1.163 0.58 0.038
Table 12. T-test results observing the statistical differences across race, gender, and various
elements of Taylor’s vignette. The rows with significant statistical relationships are bolded and
italicized.
A two-sample t-test was conducted to test for a significant difference across the means of
both race and gender in response to Taylor’s vignettes. Across gender, there were no significant
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finds. Due to no noteworthy finds in the response data when it came to gender, this isn’t
surprising.
Across race though, there were four significant finds, appropriately so considering the
segmented responses across race. Taylor’s vignette overall and its themes of adversity and
identity varied significantly across white students (M=2.14; SD=1.116) and students of color
(M=3; SD=1.461); t(2)=, p=0.002. When it came to the identity majority, white students
(M=4.22; SD=1.097) were significantly more likely to perceive themselves as making up their
SGA’s majority than respondents of color (M=1.84; SD=1.319); t(2)=, p=0. Students of color
(M=3.45; SD=1.41) were significantly more likely to feel pressured to voice the opinions of their
entire community compared to their counterparts (M2.31; SD=1.334); t(2)=, p=0. In regards to
the idea of taking on the challenge even despite those obstacles however, white students
(M=2.65; SD=1.255) slightly, but significantly related more to this mantra than students of color
















Men 11% 42% 16% 16% 16%
White
Women 22% 23% 13% 23% 19%
Men of
Color 7% 21% 29% 14% 29%
Women of




Men 5% 16% 21% 37% 21%
White
Women 9% 21% 34% 23% 13%
Men of
Color 21% 21% 14% 36% 7%
Women of
Color 19% 25% 19% 25% 12%
Org Safe Spaces
White
Men 5% 11% 16% 37% 32%
White
Women 6% 13% 23% 40% 19%
Men of
Color 7% 20% 47% 7% 20%
Women of
Color 12% 12% 38% 25% 12%
Destiny's Resolve
White
Men 6% 33% 22% 39% 0%
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White
Women 6% 17% 25% 35% 17%
Men of
Color 0% 0% 7% 53% 27%
Women of
Color 0% 19% 19% 37% 25%
Table 13. Responses (in percentages) for Destiny’s vignette. Each supplemental question and its
respective responses are shown as well.
Destiny’s vignette was shaped to provide a way into observing the relatability of the
perceived organizational support and existence of identity spaces within the respondents’ SGAs.
Destiny was assigned a culturally feminine name and pronouns, because her own identity so
much wasn’t the focus as much as the fact that she had to compensate through effort because of
how she identified.
The response to Destiny’s vignette as a whole is pretty evenly distributed across race and
gender. Out of White males, a noticeable 53% didn’t relate to it. Besides that though, there isn’t
much significance to the responses.
For perceived organizational support, the responses for this question would always be
something to look out for, because white students would be asked to make observations on
something that doesn’t directly impact their experiences, assuming they didn’t fall within any
noticeable minorities. 58% of white men and 36% of white women found that their SGAs
actively spotlighted the work of their minority leaders. Conversely, for students of color, there is
an even distribution across race and gender that displays the varied states of student government
across campuses.
When asked about if there had been spaces created within their student government to
interact with people with similar identities as themself, a majority of white men and women
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(69% and 59% of white women respectively) related to this concept. For students of color, there
wasn’t necessarily as much of a consensus around the idea. About 50% of men of color indicated












M SD M SD p
Relatability to Destiny's Vignette 3.061 1.321 3.063 1.469 -0.02 0.992
Relatability to Perceived
Organizational Support 3.24 1.275 3.047 1.188 0.19 0.456
Relatability to Shared Identity
Spaces 3.54 1.201 3.42 1.152 0.12 0.623












M SD M SD p
Relatability to Destiny's Vignette 2.91 1.411 3.39 1.383 -0.48 0.121
Relatability to Perceived
Organizational Support 3.23 1.161 2.87 1.31 0.36 0.179
Relatability to Shared Identity
Spaces 3.64 1.104 3.1 1.221 0.54 0.033
Relatability to Destiny's Resolve 2.74 1.122 2.07 0.907 0.57 0.005
Table 14. T-test results observing the statistical differences across race, gender, and various
elements of Destiny’s vignette. The rows with significant statistical relationships are bolded and
italicized.
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A two-sample t-test was conducted to test for a significant difference across the means of
both race and gender in response to Destiny’s vignettes. There were no significant finds when it
came to gender relationships.
There were two significant relationships when it came to race. Respondents of color
(M=3.1; SD=0.033) were significantly less likely to identify safe spaces within their own student
government for their identity groups than white students were (M=3.64; SD=1.104); t(2)=,
p=0.033. Students of color (M=2.07; SD=0.907) are also significantly less likely to relate to the
idea of utilizing an executive position to create a more accessible SGA environment than white




The results of the study confirm that race and gender play a key role in the expression of
imposter syndrome, as indicated by prior research. It also establishes that, within an SGA space,
some of these expectations play out as expected, such as students of color experiencing
imposterism at a more significant level than white students, or gender influencing the
comfortability of gender expression in student government. Other results however offer
invaluable insight into the psychology of students of color, like the fact that they inherently don’t
even seem themselves in roles to create more culturally diverse organizations or that there is a
lack of institutional space built within an SGA for identity groups to share and engage with their
own experiences. Through the results, I can conclude that there is in fact a strong relationship
between student experience and student IP, and that there exists a strong urgency to both
continue to name and to actively combat feelings of social exclusion and fraudulence for not
only Black students, but all students of color.
The first and most direct research question posed was if there was a direct relationship
between race, gender, and the frequency and intensity of imposter syndrome. With the help of
Tables 3 and 4, along with Chelsea’s Vignette, it is able to be concluded that there is a significant
difference in the levels in which white students and students of color experience the
phenomenon, as well as to how internal the pressure is to mask it to speak on behalf of one’s
community. As for gender, those same figures also confirm that these significant differences
affect it as well as gender expression as well. Going into the study, this was the simplest
hypothesis to confirm, for it just supported finds from previous research. However, it is still a
valuable conclusion to draw, for there sometimes can be a danger in creating a monolithic SGA
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experience rather than acknowledging just how varied and challenging individual experiences
can sometimes be.
Have Not Past Present
White Men 35% 50% 15%
Figure 4. Responses from white males regarding experience levels with imposter syndrome.
This was an interesting find to discover. 75% of white males indicated that they have or
currently experience imposter syndrome, which goes against traditional expectation considering
that most spaces were built for the comfort of white, cis-gendered males. However, there are two
possible justifications that come to mind. The first is that, because sexual orientation, ability
status, and other identity questions weren’t asked, the breadth of what a white male can
experience isn’t reflected openly in the data, and so those who don’t fit the typical norm of a
white male student leader might feel the weight of not meeting that expectation. The second is
that imposter syndrome is such a multifaceted concept that, if there is ever a space where a white
male is not the minority, such as attending an HBCU or attending a private school with a stronger
competitive environment, the same feelings of fraudulence and overachievement can still
manifest.
The next research question posed was whether there were any significant differences in
familiarity to imposter syndrome between race or gender. My hypothesis was that gender would
significantly affect this familiarity, for knowing that the largest demographic who participated in
the study were white women, I imagined that it would have a strong influence on the results. I
also predicted that men of color would indicate less exposure to the concept of imposter
syndrome. However, the chi-squares (D4 and D5)  both reject that hypothesis, showing that there
isn’t any direct correlation between race, gender, or IP familiarity. The even distribution of
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results suggest that a firmer understanding of the concept would be beneficial to SGA members,
there is evidence that indicates there is at least a baseline understanding of the negative feelings
associated with Imposter Syndrome.
Following on experiences with imposterism, another research question dived into the
direct relationship between the two independent variables of race and gender and how they
influenced if students knew how to combat imposter syndrome. I hypothesized that students of
color would have less knowledge of available methods, building off of my own experiences as
well as the initial thought that race would impact familiarity with IP. The data though while
rejecting this hypothesis and concluding that there are no significant differences across race or
gender, there does exist a sizable absence of knowledge across the organization when it comes to
responding to the phenomena (Table 5).
After revealing just how far the divide is between exposure and confidence in handling IP
is, an immediate recommendation would be to provide resources and conversation around how
one properly manages their negative feelings and emotions. Out of all of the results, this is one of
the rare findings that is such a prevailing issue across all identity groups.
Extending off of those experience responses, another unexpected finding was the nature
those with some degree of knowledge actively combated their IP. If I had hypothesized for this
element, I would have easily imagined that the most prevalent methods would involve
communication with other people, especially mentors. This wouldn’t have been based on any
particular research, but more from the experiences of the people in my life who have shared their
struggles with imposterism. Based off of the responses though, it would suggest that
self-affirmations seem to be an effective tool students utilize. However, I would like to suggest
an alternative explanation to these finds. It is clear based off of the fact that few students actually
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possess any confident apparatuses to respond to IP that most of the 38 answers submitted are
more of an immediate reaction to the question and their own feelings rather than an offering of
what they think might be most effective. I would argue then that if more students were
encouraged to seek out external practices, these would be what help students overcome their
obstacles more than just having to rely on their own self.
Moving into the vignettes, these finds helped measure how studied predictors of imposter
syndrome reflected in the experiences of student leaders. Beginning with Chelsea’s vignette
(Table 8), the responses to her stories help answer the research questions of if race and gender
affected the expression of students. In line with my hypothesis that they would, there were
significant differences found that confirm both of these, which offers insight into how race and
gender conscious student leaders have to be in SGA spaces. Interestingly enough though, when it
came to the intersection between race and gender, there didn’t seem to be any significance to
how respondents answered, possibly suggesting that, while the experiences of Black women are
unique, they don’t present too much more of a strong impact that simply being a student of color
doesn’t already present.
For Jacob’s vignette, with the focus being on the impact of mentorship, I was able to
answer the research question of if mentorship affected the ambition of respondents. I
hypothesized that a lack of access to mentorship would influence the clarity of student ambition,
and using Jacob’s responses, the lack of access to faculty and staff mentorship seemed to
correlate with overall relatability with his vignette, which posed the theme of ambition
misclarity. Based on the data, student mentors seem to be more effective at external ambition into
an organization rather than internal ambition. The lack of an experienced voice to help guide and
trace direction seemed to be felt on respondents.
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In response to my hypothesis that students of color would feel internal pressure to speak
on behalf of a larger community, Taylor’s vignette and responses supported that conclusion. I
think because of the small number of leadership present from underrepresented groups, there is
always an inherent pressure to both represent an entire group while also individually contributing
one’s own self into the role, which can mentally censor one’s voice. I think this conclusion is
supported by the fact that the women of color who found themselves in the majority, most likely
the HBCU respondents, didn’t feel the same community pressure that the rest of women of color
felt. Since women of color are so prevalent, they can focus on just speaking on behalf of
themselves.
Destiny’s vignette set out to affirm a hypothesis that had been crafted based off of
existing research. I decided that race would affect how respondents felt their organizations
perceived them, as well as the identification of spaces specifically within the org for other
members of that race. Based on the responses, my hypothesis was partly confirmed and partly
rejected. POS didn’t have any significance across race and gender, potentially because it might
be more of a general trend of not elevating the work of members rather than just a group. There
were still significant numbers of students (42% of men of color for example) who didn’t note a
high POS, still suggesting that how organizations invest in the mental well-being of its members
matters. It did confirm though that across race, students of color are less likely to feel like there
are safe spaces carved out specifically for them. It tracks that white women didn’t feel like this,
for although they are not in a space historically built for them, they are overrepresented, meaning
the space itself can almost be a form of safe opportunity.
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Chapter 5: Conclusion
As imposter syndrome continues to grow in credibility and exposure, there needs to be
intentional conversations about how it manifests in student government spaces. This study set out
to explore how predictors of imposter syndrome influenced its development and intensity in
SGA leaders, with an emphasis in how these results differed across race. It was established that
race not only has an effect on the experiences of IP, but other areas as well, such as how students
view their ambitions and their access to mentorship at the faculty and staff levels. Respondents
also implied that there is a serious need in not creating more conversations around imposter
syndrome, but specifically in responding to it. Across race and gender, it is clear that for the
benefit of the entire organization, creating spaces with meaningful dialogue around the concept
can ultimately improve the mental well-being of many members who have to internalize their
struggles with their perceived fraudulence.
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5.1 Limitations
There are a few noteworthy limitations to discuss in regards to the survey. The largest is
regarding the sample size. The average size of any Southern student government, especially
those in the SEC, is roughly somewhere between 130 and 200 members. So, considering that I
reached out to six institutions, that would mean that in total there were about 700-1200 potential
students to have participated. Considering my total sample size was 134 respondents (a response
rate of about 16.75%), that does leave room for some perspective to be missed.
This manifests directly through the racial engagement for the survey. About half of the
participants in the study were white (n=65), which is as to be expected considering the
institutions involved. However, only about 20% (n=30) of respondents were people of color, split
across four racial identities. For a study aiming to look at trends and draw conclusions about the
experiences of Black students in student government, this is an important statistic to note.
Continuing from that point, another limitation to note is the lack of mandatory responses
requested in the portion of the survey geared towards collecting identity information. Because of
a desire to not make students feel uncomfortable or at risk of losing anonymity, there was no
requirement for students to share their gender and race. Therefore, there were about 30
respondents who did not disclose this information, meaning that some conclusions made were
drawn solely from the relatability and without the full scope of the intersectionality context.
Furthermore, two limitations arise directly as a result of the institutions selected. The first
is the lack of engagement from Mississippi State University. Broadly, their campus has a larger
percentage of Black students enrolled, so there is a chance some unique perspectives could have
been missed out on. The other institutions meanwhile, as seen in the Sample Characteristics,
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engaged the survey with much variety, meaning that another study could yield an entirely
different racial composition if different incentives are offered.
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5.2 Implications for Further Research
This research confirms that, although there is a much higher involvement in student
government on average of women than men, there is no significant difference in the exposure to
imposter syndrome across race or gender. In terms of experiencing the phenomena however, race
and gender are both significantly correlated to imposter syndrome, although the intersectionality
between the two aren’t. Race and an elected/appointed status are significantly related as well,
which makes sense considering that most of the schools are predominantly white institutions.
Mentorship meanwhile seems to be something that students of color are more likely to have
received.
If there are subsequent repetition of this study, I would offer a couple of potential
improvements that might guarantee more conclusive results. The first change would be
incentivizing the survey to secure more participation. With no incentives outside of “contributing
to a potentially important survey for SGAs”, respondents were motivated simply either by
encouragement or selflessness. By providing some, there might be room to increase both the
overall participation rate as well as the completion rate, which in turn could lead to more
comprehensive racial demographics.
Additionally,  placing the social identity questions towards the front rather than the back
of the survey, regardless of if they are required or not, could potentially yield more engagement.
The vignettes in total could be formidable to an unmotivated student, and so making it as easy as
possible to collect this information should be a priority. I didn’t realize how important those
responses, and lack thereof, would be until after the survey was closed.
Building on the social identity section, I would personally replace the question asking
about high school education with one potentially about sexual orientation. The first didn’t really
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yield much in terms of data, probably because the focus should’ve been on participation in high
school student government rather than education. The second though ties into the themes posed
by Taylor’s vignettes, and would add a layer to the intersectionality framework of the study.
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5.3 Recommendations for Student Government Associations
For future SGAs across the South, based off the results from the study, I would like to offer these
concrete steps to addressing imposter syndrome within your organization:
1. Create active dialogue around imposter syndrome in your student government.
Sometimes the simplest solutions are the most effective, and although there is no doubt
that students are responding to the negative conceptualizations of their experiences, there
is still a strong absence of actively naming that feeling as imposter syndrome. Students of
color will benefit greatly from these conversations, but there is also a real potential for
white students to create more positive outlooks for their experiences as well, especially
since most white men have experienced it at some point and white women on average are
familiar with the term.
2. As a part of this dialogue and increased awareness around the concept, ensure to
acknowledge the generations of students of color who have had to internalize so much of
their experience and make sense of it outside the SGA space. As reflected in the response
to Destiny’s resolve, students of color are less likely to even see themselves in roles with
the power to build these culture shifts, especially at PWIs. SGAs need to be intentional in
recognizing the lack of engagement in the past they’ve had to the topic and elevate
underrepresented voices in this communication.
3. Build institutional spaces within your organization exclusively for students who share
identities to reflect and heal from the negative experiences they’ve had with imposter
syndrome and other related concepts so far. While broad education and community
around imposter syndrome is critical, just as important is the ability for students to feel
safe in their ability to be open. This will affirm previous research that members
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appreciate safe organizational spaces, and lead to higher perceived organizational
support.
4. Actively and intentionally spotlighting members of your organization, especially those
most susceptible to imposterism (women and students of color). The mental toil it can
take to overcompensate in work and achievement to build one’s credibility and self
efficacy can decrease both the overall mental health and perceived organizational support
of students. Research has found that meaningful recognition both internally and
externally of the work members do leads to increased productivity, drive, and loyalty to
the organization.
5. Work with the university in some form or fashion to create an extensive, thorough
mentorship program between student leaders and more experienced members of the
campus community, whether that be faculty, staff, or alumni. Jacob’s vignette concluded
that while access to student mentorship isn’t an immediate problem that couldn’t just be
solved with just an effective first-year program, access to faculty and staff mentorship is
something that isn’t so standard. And due to the increase in positivity and performance an
experienced mentor could have both within and outside of the classroom, organizing or
investing in a mentoring program could have a significant effect on student retention and
ambition.
6. For incoming/interested students, be sure to create resources that can eliminate
informational barriers of access that can negatively impact the success of leaders. For
elections for example, requiring students to simply know the ins and outs of an election
rather than providing students with the tools and resources to not only run a successful
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campaign, but have a successful year can make a sizable difference on that student’s
ability to visualize themselves in or leading that organization.
7. Finally, be careful in what you ask for and expect of students who identify in the
minority. Across race, there was a significant difference in the pressure to feel the need to
speak for an entire community. Make intentional efforts to promote the individuality and
ability of your membership to speak for, not on behalf of, the students you all represent!
These are all just the first of many implementations SGAs can take to significantly combat
imposter syndrome throughout their organization and create an environment where all students
feel capable to fulfill the mission of the group.
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Thank you again for helping me disperse my survey across you all's respective institutions! I'll
do a quick refresher on what the experiment is, and then attach the bit below that you all can
copy and paste to use for your emails if you'd like!
The survey is designed to explore the spectrum of imposter syndrome throughout SGAs to help
me provide contributions to ultimately help inspire more black student leaders to aim for student
leadership positions. Anyone in SGA can take the survey, and it won't take them more than 5-8
minutes. Anything that you can add to your email to get participation for me would help out a lot.
At the very least, your Exec teams can help a brother out! Here's what you can send out!
"Good morning!
My name is Joshua Mannery, the SGA President at The University of Mississippi! For my honors
thesis, I am conducting research on imposter syndrome in student government, and I am
inviting you to take a brief 5-7 minute survey that will ultimately help me better the experiences
of marginalized students seeking leadership positions throughout SGA. This survey can be
taken by any member of an SGA, so if you have the time, your contributions would be greatly
appreciated!
If you would like to participate, please visit this link:
https://uofmississippi.qualtrics.com/jfe/form/SV_a2XTXFzOGOOuK7r "
96
Which institution do you attend?
● University of Mississippi
● Jackson State University
● University of Tennessee
● University of Alabama
● Auburn University
● Mississippi State University
● Morehouse University
● Prefer not to say

















The following questions relate to the psychological phenomena Imposter Syndrome, often
defined as a perpetual, unjustifiable feeling of fraudulence and low self-confidence in academic,
social, and professional settings.
On a scale of 1-5, how familiar are you with imposter syndrome?
● 1 = Not familiar at all
● 2
● 3 = Somewhat familiar
● 4
● 5 = Strongly familiar
Would you categorize yourself as having experienced/currently experiencing imposter
syndrome?
● I have not personally experienced imposter syndrome
● I have experienced imposter syndrome in the past
● I regularly experience imposter syndrome
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How would you rate your knowledge of combating imposter syndrome on a scale of 1-5?
● 1 = Very poor knowledge
● 2
● 3 = Somewhat Familiar
● 4
● 5 = Strong knowledge
If applicable, what methods were used to combat it?
_________________







Below, you will be presented with four scenarios that each will allow you to select how true an
experience is to your own experiences within your student government without requiring any
identifying information. It is best to choose the first response that enters your mind rather than
dwelling on each statement and thinking about it over and over.
Scenario 1: Chelsea Davis is an African-American woman currently attending an institution
where her collective race and gender puts her in the minority of the student government
population. Chelsea’s goals of being student body president were quickly challenged by an
environment where putting herself out there is repeatedly met with scrutiny, requiring her to have
to set high standards for herself in order to meet the expectations of others. There have been
many times in fact where she believed that not speaking out was the best course of action.
How much do Chelsea’s experiences with speaking against the majority speak to your own?
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat  Relatable           Relatable
Very Relatable
Your own gender expression has impacted your experiences and comfort in student government.
1 2 3 4                 5
Not Relatable At All           Slightly Relatable Somewhat Relatable           Relatable
Very Relatable
Your own race has impacted your experiences and comfort in student government.
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat Relatable          Relatable
Very Relatable
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Despite these concerns, Chelsea's ambitions to excel have not yet been extinguished, and she
looks forward to launching her campaign next year.





● Not Relatable At All
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Scenario 2: Jacob Simmons is finishing his second year of college doing pretty well for himself.
He has been able to build his resume, while maintaining a pretty good GPA and social life. He
was able to cap off the semester by winning a student government senate seat for his major.
While he won, he doesn’t really know if student government is the place for him. He hasn’t had
anyone within the organization to help him figure his plans out, so he’s had to pretty much assist
himself. Furthermore, there are no staff members on campus who have steered him in the right
direction.
How much do Jacob’s experiences with struggling to have direction speak to your own
experiences?
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat  Relatable          Relatable
Very Relatable
You have had student leaders who have helped you during your time in student government.
1 2 3 4                              5
Not Relatable At All           Slightly Relatable Somewhat Relatable           Relatable
Very Relatable
You have had a faculty or staff member who you would consider a mentor.
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat Relatable          Relatable
Very Relatable
Jacob is looking forward to figuring it out though, even if it’s by himself.






● Not Relatable At All
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Scenario 3: Taylor Barnes is a member of an underrepresented identity group, currently attending
a university that is predominantly white. Coming from a public high school where that
demographic ratio was flipped, it was definitely a culture shock arriving at the college. The
student government is reflective then of this majority, meaning that Taylor is serving alongside
peers who are often sometimes really hard to work with and relate to. Furthermore, Taylor feels a
pressure to both speak personally while also representing the larger community.
How much do Taylor’s  experiences working outside of her comfort zone speak to your own?
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat  Relatable          Relatable
Very Relatable
You attend a university where your identities put you in the majority of your student government.
1 2 3 4                              5
Not Relatable At All           Slightly Relatable Somewhat Relatable           Relatable
Very Relatable
You have directly or indirectly felt pressure to speak for an entire community in an SGA setting
before.
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat Relatable          Relatable
Very Relatable
Taylor always lives by the motto though of "If I don’t, who will?"






● Not Relatable At All
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Scenario 4: Destiny Price was elected to serve as the Vice-President going into her senior year.
While she is proud to be in the role, it didn’t come easy. Destiny very much believes that
everything she had accomplished throughout her time in student government was a result of her
hard work and dedication. Her organization was not one that nurtured and invested in the work
done by its students, often meaning that Destiny had to overachieve in hopes of being
recognized. Additionally, her organization didn’t create many spaces for people who shared her
same identities to actively have conversations about their experiences.
How much do Destiny’s experiences with overachieving speak to your own?
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat  Relatable          Relatable
Very Relatable
Your student government actively and intentionally spotlights and recognizes the hard work of its
minority members.
1 2 3 4                              5
Not Relatable At All           Slightly Relatable Somewhat Relatable           Relatable
Very Relatable
You have had space in your SGA to interact with members who share similar identities as you.
1 2 3 4 5
Not Relatable At All           Slightly Relatable Somewhat Relatable          Relatable
Very Relatable
As Vice-President, she is excited to change that and show students that an SGA can and will
support its members.






● Not Relatable At All






● Not listed _____
● Prefer not to say





























Men 45% 40% 5% 10% 0%
White
Women 17% 31% 29% 21% 2%
Men of
Color 7% 21% 36% 21% 14%
Women of
Color 20% 13% 7% 27% 33%
Gender Expression
White
Men 55% 20% 10% 15% 0%
White
Women 21% 17% 21% 29% 13%
Men of
Color 50% 21% 14% 14% 0
Women of
Color 13% 13% 27% 20% 27%
Race Expression
White
Men 55% 20% 20% 10% 0%
White
Women 74% 19% 0% 4% 2%
Men of
Color 14% 21% 7% 21% 36%
Women of
Color 27% 13% 0% 27% 33%
Chelsea's Resolve
White
Men 25% 7 35% 7 0%
White
Women 14% 14% 32% 20% 18%
110
Men of
Color 8% 8% 23% 38 23%
Women of
Color 13% 0 25% 25% 38%
Jacobs' Vignette
White
Men 10% 30% 15% 25% 25%
White
Women 18% 16% 27% 20% 18%
Men of
Color 14% 43% 14% 7% 21%
Women of
Color 19% 31% 13% 19% 19%
Student Mentorship
White
Men 0% 20% 15% 35% 30%
White
Women 9% 16% 16% 29% 31%
Men of
Color 0% 21% 21% 29% 29%
Women of




Men 9 5 2 4 0
White
Women 47% 8% 16% 20% 8%
Men of
Color 14% 21% 7% 21% 26%
Women of
Color 25% 25% 19% 6% 25%
Jacob's Resolve
White
Men 16% 21% 21% 16% 26%
White
Women 18% 36% 22% 4% 18%
Men of
Color 0% 0% 58% 8% 33%
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Women of
Color 0% 31% 19% 19% 31%
Taylor's Vignette
White
Men 42% 32% 16% 5% 5%
White
Women 32% 32% 26% 6% 4%
Men of
Color 14% 29% 21% 14% 21%
Women of
Color 25% 13% 19% 19% 25%
Identity Majority
White
Men 6% 6% 11% 28% 50%
White
Women 4% 6% 4% 32% 53%
Men of
Color 57% 29% 14% 0% 0%
Women of
Color 69% 6% 0% 6% 19%
Community Pressure
White
Men 47% 26% 21% 5% 0%
White
Women 32% 23% 19% 13% 15%
Men of
Color 7% 21% 21% 36% 14%
Women of
Color 20% 13% 6% 20% 38%
Taylor's Resolve
White
Men 15% 15% 35% 25% 10%
White
Women 7% 15% 20% 30% 26%
Men of
Color 0% 7% 29% 29% 36%
Women of




Men 11% 42% 16% 16% 16%
White
Women 22% 23% 13% 23% 19%
Men of
Color 7% 21% 29% 14% 29%
Women of




Men 5% 16% 21% 37% 21%
White
Women 9% 21% 34% 23% 13%
Men of
Color 21% 21% 14% 36% 7%
Women of
Color 19% 25% 19% 25% 12%
Org Safe Spaces
White
Men 5% 11% 16% 37% 32%
White
Women 6% 13% 23% 40% 19%
Men of
Color 7% 20% 47% 7% 20%
Women of
Color 12% 12% 38% 25% 12%
Destiny's Resolve
White
Men 6% 33% 22% 39% 0%
White
Women 6% 17% 25% 35% 17%
Men of
Color 0% 0% 7% 53% 27%
Women of








acknowledge that it's happening and recognize signs, focus on the
positives, not dismissing accomplishments
Affirmations and doing the work to prove myself
checking myself when i’m trying to be something i’m not
I reevaluated my opinion of myself and the people I surround myself
with. We're all students. There was no need for me to feel like they
had 20+ years of experience, and we were all on the same level
academically. Even if our positions differentiate us on ASB/SGA,
we're united as students.
Knowing everyone's an imposter, and I deserve a stake in the scheme
they're all running
Mindfulness, taking time to acknowledge your accomplishments
not comparing your achievements to others
Personally, I have to remind myself that I am enough. I worked hard
to earn the position that I have, and I am no less than my peers.
reassurance and mantras
Reassurance that what I have accomplished is good and I helped with
it
Recounting my achievements relative to the goals I set.
Reevaluating my thinking about myself and the people around me
Reflecting on my successes and reaffirming to myself that I am
capable and deserve to be in the spaces I’m in!
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Reminding myself of the work that I have done to get here and why I
deserve it
Reminding myself that people before me that look like me have been
able to do what I'm doing currently. I also surround myself by others
in the same major/in the same organizations so that I have
encouragement.
Self-check in, positive affirmations
Understanding and reminding myself of resilience. Also reminding
myself that I belong in my position otherwise I would not be here and
someone else may fill the role.
Internal Practices (N=5)
Grounding myself, taking deep breaths, reflecting, and doing my best
to be present in the moment
Meditation
praying and growing my relationship with God allowed me to
continue to grow my confidence in myself and his purpose for me
Pushing myself to enact change and actively participate in whatever I
am doing
Reaffirming Meditation for Christians and BIPOC.
External Practices (N=8)
met with people older than me who previously help my leadership
role to discuss my feelings. I attended leadership seminars to increase
my skills in handling complex group dynamic situations. I focused on
my self care - eating better, going outside, sleeping on a regular
schedule. I reached out to people I trust about my feelings of doubt.
I talk to others about my problems and listen to theirs in return
Open discussions about feelings with others in similar roles
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Research/reading, speak with experts, lean on others in similar
positions
Talking out my experiences with friends and family, exercise, faith
















Male 16 5 11 2 0 34
Female 20 13 27 4 1 65
Column
Total 36 18 38 6 1 99
Expected Frequencies
Knowledge Combating


























Gender 1 Year 2 Years 3 Years 4 Years Row Total
Male 13 14 6 1 34
Female 27 16 15 7 65
Column Total 40 30 21 8 99
Expected Frequencies
SGA Tenure
Gender 1 Year 2 Years 3 Years 4 Years
Male 13.73737374 10.3030303 7.212121212 2.747474747





Race 1 Year 2 Years 3 Years 4 Years Row Total
White 27 19 18 5 69
POC 13 11 3 3 30
Column Total 40 30 21 8 99
Expected Frequencies
SGA Tenure
Race 1 Year 2 Years 3 Years 4 Years
White 27.87878788 20.90909091 14.63636364 5.575757576











Male 7 3 10 9 5 34
Female 10 4 14 14 21 63
Column







































White 11 5 17 15 19 67
POC 6 2 7 8 7 30
Column










































1 year 10 3 13 11 10 47
2 years 6 3 11 6 9 35
3 years 5 1 6 6 7 25
4 years or
more 0 1 1 4 3 9
Column















































Race I have not...




White 11 34 24 69
POC 6 13 11 30
Column Total 17 47 35 99
Expected Frequencies
Experience Level
Race I have not...




White 4.181818182 32.75757576 24.39393939





Gender I have not...




Male 9 16 9 34
Female 8 31 26 65
Column Total 17 37 35 99
Expected Frequencies
Experience Level
Gender I have not...




Male 5.838383838 12.70707071 12.02020202












White Men 3 3 7 5 2 20
White
Women 8 2 10 10 17 47
Men of
Color 4 0 3 4 3 14
Women of
Color 2 2 4 4 4 16
Column











White Men 3.50515463 1.44329896 4.94845360 4.74226804 5.36082474
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Gender I have not...




White Men 7 10 3 20
White Women 4 24 21 49
Men of Color 2 6 6 14
Women of
Color 4 7 5 16




Gender I have not...




White Men 3.434343434 9.494949495 7.070707071
White Women 8.414141414 23.26262626 17.32323232
Men of Color 2.404040404 6.646464646 4.949494949
Women of





Race Elected Appointed Row Total
White 25 44 69
POC 11 18 29









Gender Elected Appointed Row Total
Male 16 18 34
Female 21 44 65
Column Total 37 62 99
Expected Frequencies
Experience Level
Gender Elected Appointed
Male 12.70707071 21.29292929
Female 24.29292929 40.70707071
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